This study explores the relationship between work rewards and job satisfaction with moderating effect of age differences. It is an empirical study and a sample of 84 full time employees of FESCO (Faisalabad Electric Supply Company, Pakistan) was taken. The results of this study reveal that job rewards are proved to be strong determinant of job satisfaction. Job satisfaction is more related to extrinsic rewards for employees than intrinsic rewards. The age differences have moderating effect on job satisfaction as it increases with rise in age.
INTRODUCTION
The quality of work life experienced by employees in organizations has been an area of great interest for practitioners and researchers (Sekaran, 1989) . The concept of work satisfaction had a significant importance in the social science literature for many years. A vast amount of research has been conducted on this subject, and related work dimensions (Clifford, 1985) . Job Satisfaction is a yardstick for appraisal of the quality of work experiences as mentioned by Locke (1976) . He also reported that over hundreds of articles have been compiled on this topic, and are still growing with exponential numbers. Among the most accepted definitions of job satisfaction is the one by Locke (1969) who defines job satisfaction as "a positive emotional feeling, a result of one's evaluation towards his job and his job experience by comparing between what he expects from his job and what he actually gets from it". Job satisfaction may also be discussed as the result of the interaction of the employees and his perception towards his job and work environment (Locke, 1976) . The antecedents that affects the job satisfaction, may be a large number of, like work values, one's maladjustment, work rewards, work ethics, personal attributes, hours of work, emotions, performance, threat to job stability, work *Corresponding author. E-mail: zia.msfin@iiu.edu.pk. Tel: +92-300-7844004. environment, organizational social concern Ronald and Steade (1976) ; Fisher (2000) ; Ravinder and Browne (1977) ; Sekaran (1989) ; Clifford and Macue (1997) ; Eyupoglu and Saner (2009) and others studied by different scholars. In these different dimensions the rewards structure have strong relationship with job satisfaction (Clifford, 1985) . Earlier Job rewards have been studied as set of the task itself, salary, promotions, behavior of supervisors and coworkers, cohesiveness of work groups, security, fringe benefits, and working environment (Locke 1976; Gruenberg, 1979) . The demographic variables are also very important while a study is being conducted on relationship of work rewards with job satisfaction. The work of authors like Kalleberg and Loscocco (1983) ; Donald and Abdullah (1987) ; Douglas et al. (1991) demonstrated how age combines with work to produce differences in work-role. Moreover Age differences may be a good predictor of one's job satisfaction and behavior on the job. The work of Kalleberg (1983) effectively showed the direction of work rewards towards job satisfaction but only one scholar (Clifford, 1985) focuses on diverse occupational groups. Here in our scenario the same research gap exists for the developing country like Pakistan. No doubt, private organizations have tried to overcome this gap but public organizations are lacking even from this research approach. According to the best knowledge of the author, no considerable work has been done in this area in Pakistan. This study will focus on the relative importance of job rewards with employees overall satisfaction in a public sector organization where they are working on same level but with large age differences. The purpose of the study is to determine the relationship between the level of job satisfaction and job rewards as determinant of job satisfaction with the moderating impacts of age differences.
LITERATURE REVIEW
The literature review of related determinants of job satisfaction as variables are concluded in following section.
Job rewards
Work rewards have been defined as "potential sources of rewards to the worker" (Kalleberg, 1977) . It represents what the individuals want to obtain from work or what they perceive. Previous research shows how job rewards are strong determinant of job satisfaction. For instance, Gerald and Dorothee (2004) and Clifford (1985) found that rewards are significantly related to professionalism and job satisfaction. They supported the argument that job satisfaction for professionals is derived in part from what professional perceives from job. Job satisfaction is influenced by job rewards (Clifford, 1985) . Earlier research work posited that the job rewards includes the entire work benefits. However on the other hand, the work of (Kalleberg, 1977) , had raised questions about the manner in which work values affect job satisfaction. Actually Kalleberg distinguishes between work values and job rewards. Work values refer "to general attitudes regarding the meaning that an individual attaches to the work role" (Kalleberg, 1977) . Eventually job rewards and job values are the intrinsic and extrinsic benefits that workers receive from their jobs. Kalleberg, (1977) and Janet and Lacy, (1987) argued that job satisfaction is affected by both these factors, but rewards related to financial part of job rewards are more significantly related to job satisfaction vis-à-vis job values which are related to intrinsic part of job rewards. Clifford (1985) had divided job rewards into categories, a conceptual division like intrinsic and extrinsic rewards. It can be subdivided into intrinsic rewards as task autonomy, task significance, and task involvement (Clifford, 1985) . Task autonomy refers to the degree of freedom in task performance. Task significance implies the degree to which the task is perceived as a significant contribution to the work process.
Task involvement refers to the degree to which the task is considered interesting or challenging. Extrinsic rewards are financial benefits and organizational rewards. Over and again the findings of different researches suggested that Job rewards are strongly correlated with job satisfaction and no significant difference for male and females (Watson and Meiksins, 1991) . But the study of (Kalleberg and Loscocco, 1983) confirmed that women receive significantly fewer job rewards than men. While assessing the job satisfaction of engineers, the work of James (1991) found that task significance and the intrinsic interest of the work is the major predictor of their job satisfaction. Kalleberg (1980) had studied "differences in job rewards" as result of class and occupation differences. He found that class and occupation had independent effects on both type of rewards. Ravinder (1977) found that the job satisfaction of lower level employees can be increased by enhancing the autonomy in the jobs. Clifford and Macue (1997) revealed that higher level professionals are not satisfied with their reward system so they report low job satisfaction. Sekaran (1989) found that getting employees deeply involved in jobs is not directly related to job satisfaction. But it increases with increase in task involvement and task significance.
From all above discussion of the findings it is evident that job rewards may be strong determinant of job satisfaction.
Age differences
Demographic differences among employees are associated with job satisfaction (Donald and Abdullah, 1987; Kalleberg and loscocco, 1983; Dougles, 1991) had studied the job satisfaction of older workers. He showed that the intrinsic rewards have a positive effect on job satisfaction. No extrinsic rewards were significantly related to job satisfaction. For the relation of job satisfaction and age, older workers are more satisfied with their jobs than younger workers (Kalleberg, 1977) . Kalleberg and loscocco (1983) argued that job satisfaction increased with proportional rise in age as older worker have good jobs. They also concluded that Levels of intrinsic rewards appear to increase up to around age 40 and again after age 61; during the 41 -60 age periods, however, the age intrinsic reward relationship becomes relatively flat. Locke (1976 and 1969) defined job satisfactions as "a function of the range of specific satisfactions and dissatisfactions that he/she experiences with respect to the various dimensions of work" It includes what Individuals expect from job and what they receive. Janet (1987) concluded that for job intrinsic rewards, workers with a supervisory role report higher level of job satisfaction, while those in subordinate roles indicate lower job satisfaction. Eyupoglu and Saner (2009) studied the satisfaction levels of academics in North Cyprus and investigated whether rank is a predictor of their job satisfaction. Their results demonstrated that overall the employees shares moderate level of job satisfaction. 4 job facets among 20 like advancement, compensation, co-workers and variety found to be correlated with job satisfaction. Moreover, Kalleberg and Loscocco (1983) reported that while considering the importance of individual attributes to job satisfaction, best documented and strongest relationship is between one's age and job satisfaction. The income history and past job rewards are as important as the current rewards are. Findings of Janet (1987) also showed that Job satisfaction for both men and women is more likely to be affected by a comparison of their present financial situation to their past situation. In view of sex differences, the study of Kalleberg and Loscocco (1983) reported that there is no significance difference in job satisfaction levels between women and men. However, the research of Donald and Abdullah (1987) generated contaraty results that men report more job satisfaction than women workers.
Job satisfaction
The literature survey in this area is inconsistent. Some studies have found the work rewards and the determinants of work satisfaction by age and sex differences and voice versa. The relationship of job satisfaction with conceptual divisions of job rewards is reported differently by various researchers. In the light of this discussion the purpose of current study is to determine the relationship between the level of job satisfaction and job rewards with moderating impact of age differences.
The study is primarily concerned with assessing the relative importance of intrinsic and extrinsic rewards as sources of job satisfaction.
Theoretical frame work
Theoretical framework (Figure 1 ) describes the variables in the conceptual Model. The model suggests Job satisfaction as dependent variable and proposes that job rewards (intrinsic and extrinsic rewards) as independent variable. Job satisfaction is affected by job rewards. Age differences moderate the relationship between different levels of job satisfaction and job rewards. These relations are based on review of the literature that tends to support this conceptual model. A sample of 125 participants was taken from the population. 44% questionnaires were self administrated and rest was mailed to participants. The total sample consisted of full-time employees representing different levels and responsibilities. 84 were received back hence response rate was 68%. Questionnaire consisted of three pages in length, contained four sections assessing intrinsic rewards, extrinsic rewards, job satisfaction and demographics.
Research problem
In analysis, the issue of missing data was handled by eliminating all respondents with any missing items. The average number of years in age is in between 41 -45. The majority are males (96%), with overall designation categories like 21% white collar, 38% operational managers, 10% clerical staff, 19% technical helpers. Average number of years experience is 16 years and average number of years of education is 15. Average pay scale is 16 for given sample. However demographic variables show that participants belong to different age groups, pay scale, years of experience and educational level.
Measurement
All the scales used to measure the constructs in this study were derived from instruments designed for previous studies in which their reliability and validity were checked and reported.
Work satisfaction
Overall work satisfaction is defined as the worker's affective response to the total work situation. This scale was constructed from three commonly used global items. This scale was used and tested by (Clifford, 1985) . This study used a five point Likert-scale format to measure the job satisfaction. Degree of agreement varies from 1-5 representing 1 for strongly disagree to 5 for strongly agree and accordingly in between. Clifford (1985) reported reliability by Cronbach's alpha which yielded of 0.772.
Intrinsic rewards
Three intrinsic rewards associated with the Job were selected for the analysis. The scales used to measure these three factors, already constructed, used and tested by Mottaz (1981) were "taken". Each scale consists of four five-point Likert-scale items. Degree of agreement varies from 1 -5 representing 1 for strongly disagree to 5 for strongly agree and accordingly in between. Clifford (1985) disclosed reliability by Cronbach's alpha which yielded of 0.917 for the autonomy scale, .790 for the task significance scale, and .875 for the task involvement scale.
Extrinsic rewards
Two extrinsic rewards associated with the work context were included in the analysis. The items used to measure these factors were drawn from several widely used scales reported in Robinson et al (1969) and Clifford (1985) ,. The items of these scales were modified accordingly to present stage, due to our societal changes. Clifford (1985) recorded reliability by Cronbach's alpha which yielded reliability coefficients of 0.822 and 0.821 for the two scales respectively Organizational rewards and social rewards,. Degree of agreement varies from 1 -5, representing 1 for strongly disagree to 5 for strongly agree and accordingly in between.
Statistical methods
Following appropriate statistical tools was used for data analysis.
Pearson correlation
According to the requirements of the theoretical model (Figure 1 ), the test of measuring the association of variables is Pearson correlation, because it tests the "interdependency" of the variables discussed in the model.
Multiple regression analysis
To measure the relative strength of I.V's on D.V and significance of the model the multiple regression is used because there are more the one independent variable exist in the model.
RESULTS
The Pearson correlation matrix shows that job satisfaction satisfaction is positively and significantly related with extrinsic rewards (0.452**, p < 0.05). Job satisfaction is positively and significantly related with intrinsic rewards (0.383*, p < 0.05) but less than extrinsic rewards. Job satisfaction is significantly related with age (0.552**, p < 0.05). This is the strongest relationship of tested model. Age is also correlated with intrinsic rewards (0.379**, p < 0.05) and intrinsic rewards (0.436**, p < 0.05). Age is more related to job satisfaction than job rewards (Table  1) . In Table 2 , mean and standard deviation of all variables and one way analysis of variance results for age differences has been shown. It actually shows the direction of job satisfaction, intrinsic rewards, and extrinsic rewards with relation to age differences. As we have used age differences as moderating variable so these analyses will clearly showing that job satisfaction is increasing with increase in age differences. Therefore old worker are reporting high level of satisfaction (4.31) with least S.D (0.51) and intrinsic rewards 3.45 with S.D (0.30) but the intrinsic rewards almost remain the same for all age groups (Table 2) . Table 3 shows that the model tested is significant (P < 0.05).The regression analysis accounted for 25% change is caused by job rewards to job satisfaction which is dependent variable. Value of beta also shows the positive rate of change by dependent variables (0.243 and 0.356) with both independent variable are significant respectively (0.023, 0.001 > 0.05).
Regression analysis

Moderating variable analysis
To test the moderating variable, age differences with respect to job satisfaction and job rewards linear regression is used and comparison of change in R square is tested. Table 4 shows that the linear model tested is significant (P < 0.05).The regression analysis accounted for 25% change is caused by job rewards to job satisfaction which is dependent variable. Value of beta also shows the positive rate of change by dependent variables (0.504) with independent variable is significant (0.000 > 0.05). Table 5 shows that the linear model tested is significant (P < 0.05). The regression analysis accounted for 35% > (0.25% simple regression result Table 4) change is caused by job rewards and age differences to job satisfaction which are dependent variable. Value of beta also shows the positive rate of change by dependent variables (0.591 > 0.509 simple regression result Table 4 ) with independent variable is significant (0.000 > 0.05).
As the R square value is greater for the job rewards * AGE than only for Job rewards (35% > 0.25%). The age difference is proved as a significant moderating variable.
DISCUSSION AND IMPLICATIONS
The purpose of this study was to measure the relationship between job rewards and job satisfaction of FESCO employees in Pakistan. After interpretation of results, our H1 is sustained as there is a significant relationship is found between intrinsic and extrinsic rewards and job satisfaction. But comparatively extrinsic rewards have stronger relation than intrinsic rewards. It means that FESCO employees are more concerned with what the job is actually paying to them. The study conducted by Clifford (1985) showed that people are more satisfied with intrinsic rewards than extrinsic rewards. In fact, the local job conditions of Pakistan matters where job security is an issue for the employees. One cannot get job easily if he/she is fired from current job. As FESCO is public organization, it has very attractive fringe benefits, pension plans and others for retired workers. And the core competency advantage over private sector is job security and associated fringe benefits, so these factors result the high relationship between job satisfaction and extrinsic rewards. The poor working environment, less challenging job, low job involvement, politics and leg pulling are the instrumental factors that resulted in low availability of intrinsic job rewards for FESCO employees. The moderating impact of age differences on the relationship between work reward and job satisfaction is proved and results are significant. The significant relationship of age with both job rewards and job satisfaction proves it as moderating variable (Table 4 -5).
Hence the H2 Age difference moderate the relationship between works rewards and job satisfaction is proved. There is a relationship between age and job satisfaction (0.552**, p < 0.05) Table 2 . Kalleberg (1977) also came up with same findings and support our results, however if we see the Table 1 for age groups one variance, job satisfaction increases not only with age rise but with increase in extrinsic rewards also. It means that old age employees report high satisfaction if they are furnished with extrinsic rewards more than intrinsic rewards. It is contrary to the findings of Janet (1987) and Douglas (1991) which showed that older employees are more satisfied with intrinsic rewards than extrinsic rewards.
Actually, our social setup, culture and responsibilities felt by old age employees for their dependents are reason for such findings. In Western cultures after 19 years of age, dependents of an individual are free and independent to manage their problems. There is no formal responsibility of parents to support them when they are young. But here in Pakistan an opposite scenario can be observed. Joint family system and domestic assistance increases the responsibilities of parents specially the male members of the family. So they show more instrumental behavior towards their job satisfaction as their age increases. WAPDA is the second largest organizational setup in Pakistan. WAPDA professionals are performing an important job; their satisfaction level should be marked carefully. It becomes more important when there is large diversification in age even at the same rank because appraisal system allows promotion of low rank workers to high rank jobs designed for engineers due to their age related experience. That is an individual with simple intermediate can be SDO after 30 -35 years of experience. Usually electrical engineers are appointed on this rank. But appraisal conditions are same for both. This study is an attempt to reduce biasness while appraising, rewarding and recruiting the employees of different age groups. It may work for some changes to the set standards of our 62 year old rigid bureaucratic setups of public sector organizations of Pakistan.
